List of Figures

Introduction
Eighty-nine million "hits" from a google search for leadership development shows that much is written on leadership development and the magnitude of the subject on developing leadership skills to be successful and effective leading an organization. Leadership development is an umbrella term referring to "the process of influencing people by providing purpose, direction, and motivation while operating to accomplish the mission and improving the organization" (Headquarters, Department of the Army, 2006, pp. 1-2). Leader development is one aspect of leadership development and is the focus in the research paper. Leader development, although commonly used interchangeably with leadership development, focuses on the development of the individual with an emphasis on cultivating the desired attributes in a leader in terms of behavior, thoughts, and feelings (de Vries & Korotov, 2010) . Another definition for leader development is the "expansion of a person's capacity to be effective in leadership roles and processes" (McCauley, Van Veslor, & Ruderman, 2010, p. 2) . These definitions highlight the importance of leader development and the need for civilian acquisition professionals to have the leadership capacity to be effective leaders.
Civilian leaders at all levels should have the requisite competencies "attained through the combination of training, education, and experiences acquired through opportunities in the operational, institutional, and self-development domains" (Ham, Gen (Ret) Carter F.; Chandler, Sergeant Major of the Army (Ret) Raymond F.; Hale, Honorable Robert F.; Stultz, LTG (Ret) Jack C,; Lamont, Honorable Thomas R.; Ellis, Gen (Ret) Larry R.; Hicks, Honorable Kathleen H.; Thurman, Gen (Ret) James D, 2016, p.73) to lead in the acquisition enterprise. The importance of civilian leaders at all levels with the requisite competencies is further emphasized in Army TRADOC Pamphlet 525-3-0 stating "The Army [acquisition enterprise] must be able to provide the right equipment at the right time and place to its Soldiers and units" (Training and Doctrine Command, 2012, p. 21 ) to achieve "the Army of 2025 and Beyond" (McHugh & Odierno, 2015, p. 6 ). The Army Acquisition Executive (AAE) recently stressed the importance of the acquisition enterprise's leadership role in achieving the Force 2025 and beyond with her statement that "Members of the materiel and acquisition enterprise will be key players in implementing the vision of Force 2025 by designing solutions to build up the expeditionary capacities of the Army" (Shyu, 2015, p. 6) .
"Leader development is the deliberate, continuous, and progressive process that grows soldiers and Army civilians into competent, committed, professional leaders" (Ham, et al., 2016, p. 73) . Leadership development " [has] become one of the most pressing talent challenges faced by global organizations. Nearly 9 out of 10 global HR [Human Resources] and business leaders (86 percent) cited leadership as a top issue" (Canwell, Geller, & Stockton, 2015, p. 17) . A 2014
Deloitte global survey of executives found leadership was viewed as the highest-priority issue with 86 percent of them rating it "urgent" or "important," and was identified as relevant to all levels of the organization and to all generations of the workforce (Canwell, Dongrie, Neveras, & Stockton, 2014) . "While many executives worry about top leadership, mid-level and first-level leaders actually operate the company and are the future strategic leaders of the organization" (Canwell, Geller, & Stockton, 2015, p. 20) . Developing entry level and mid-grade level leaders is the starting point for filling the "leadership pipeline" (Charan, Drotter, & Noel, 2001) . The "leadership pipeline" metaphor accurately illustrates the active ongoing process of developing leaders by moving them from one point, the new employee, to another point, the next level, and through each leadership level of the organization to the most senior or executive level positions (Brown, 2001 ).
The Department of the Army (DA) acquisition enterprise continues to work toward developing well-rounded, skilled civilian leaders with the requisite leadership skills and abilities to successfully lead in senior level positions. The 2009 OSD Study of "Program Manager Training and Experience" found in the area of acquisition experience and careers that "Program Manager careers need more aggressive planning and execution to ensure that PMs have the preparatory assignments and experiences necessary for proficient management of ACAT l/ll acquisition programs" (Defense Acquisition University, 2009, p. 8) . A 2015 study of training and development for the Senior Executive Service made three recommendations for organizational leaders, "Top leadership support for training and development is essential, hold all employees in leadership positions accountable for developing their direct reports, and embed leadership development programs in the organization" (Grundmann, 2015, pp. ii-iii) . The two studies quoted above are part of the growing number of studies sighting the need for civilian leader and leadership development for all CAPs, KLPs, and senior leader positions. The process for developing a leader begins 20-plus years prior to the organization's need for the individual (Wenzel, 2015) at the leadership entry and mid-grade levels. Position Nomenclature Policy (Williamson, 2015) . (Rumsfeld, 2006 
Problem Statement
There are a number of disparate leadership development programs, training, and guidance 
Purpose of the Project
The purpose of the research is to identify gaps in the program management acquisition leader development process for civilian entry level and mid-grade level positions of Project Engineers, IPT Leads, Team Leads/Chairs, APMs, and SAMs.
Significance of Research
The significance of the research is to provide information to improve civilian entry level and mid-grade level leader development for civilian leadership roles in Army acquisition programs and in senior level positions.
Research Questions
What leadership training and education should entry level and mid-grade level Civilian
Acquisition Professionals have at each leadership position?
What leadership training and education is available to entry level and mid-grade level Civilian
Acquisition Professionals?
Objectives and Outcomes
The objective is identification of the gaps in leadership development for the entry level and The expected outcome is a recommended unified entry level and mid-grade level leader development policy and roadmap of education, training courses and subjects, and experiential assignments.
Literature Review
Relevant Sources
The literature review pursued information about leader development and leadership development for entry level and mid-grade level positions. The search explored both private sector and public sector source documents describing leader and leadership development programs and practices.
There are many relevant private sector document sources supporting both leader and leadership development and no single source was used significantly more than any other. Studies, white papers, and reports were examined for existing and recommended leadership development 
Research Methodology Research Hypothesis
Army civilian leader development for entry level and mid-grade level acquisition leaders lacks a comprehensive, unified policy, implementation plan, and detailed leader development roadmap.
Methodological Approach
The methodological approach was quantitative for this research study with a document search and content review, and a short survey should be included. The survey participants were asked to identify the leadership skills, education, training, and experience they recommend be included in a leader development policy as well as the inclusion of leadership training from outside of the DA acquisition workforce. The survey provided several opportunities for the participants to provide additional comments to questions.
Data Collection
The instrument used to collect data was an online survey created using the Opinio software 
Findings
Summary of Findings
The United States Army is working to develop a civilian program management leadership pipeline of civilian acquisition leaders with the leadership skills, education, training, and experience necessary for consistent and successful acquisition program execution within the acquisition enterprise. The challenges for civilian acquisition leader development is best described as "…there is no ONE path ahead for civilian career advancement or a prescribed step-by-step path to Senior
Executive Service -it is a spider web trail to get from your start point toward a successful path for you" (Director, Acquisition Career Management Office, 2015, p. 9). Based on the research, there is no well-defined roadmap or plan for entry level and mid-grade level civilian acquisition program management leader development. General and broad career plans outlining development paths to the high-grade levels provide little detail on the process for civilian acquisition leader development as seen in Figure 2 . The Army Leader Development Model (ALDM) shown below, (Figure 3 ), is the overarching construct for military and civilian leader development and is the framework for the mutually shared responsibility between the institutional Army, the operational force, and the individual. The ALDM focuses on education, training, and experience as the three pillars of leader development (Chandler, Odierno, & McHugh, 2013) . shows that every year of delay is costing the typical organization an amount equal to 7% of their total annual sales (Blanchard & Witt, 2011) . The three key areas affected by less-than-optimal leadership practices cost these organizations millions of dollars each year by negatively impacting employee retention, customer satisfaction, and overall employee productivity (Blanchard & Witt, 2011) . The report expounds on the benefits of better leadership skills by stating an organization's voluntary turnover rate can be reduced by 9% to as much as 32%, can improve customer satisfaction by 3-4%, and improve an organization's productivity by 5-10% (Blanchard & Witt, 2011) . These benefits would apply to organizations executing leadership development programs.
Leadership development begins with a good leadership strategy, Pasmore states, "a leadership strategy makes explicit how many leaders we need, of what kind, where, with what skills, and behaving in what fashion individually and collectively to achieve the total success we seek" (Pasmore, 2014, p. 3) . The leadership strategy is driven by the business strategy and should specify five things: (1) Quantity -identify how many leaders will be needed over the next 5-10 years, (2) Qualities -identify the characteristics individual leaders and leaders overall should possess when selected or retained, (3) Skills/Behaviors -identify the specific skills, behaviors, knowledge, competencies or abilities leaders need by function, level, location or unit to implement the business strategy, (4) Collective Capabilities -identify the capabilities that are required of leaders when acting together, and (5) Leadership Culture -identify key attributes of the culture created by leaders through the way in which they lead (Pasmore, 2014) . Creating the leadership strategy is an iterative process, and once created, a leadership development strategy should be created.
The leadership development strategy supports the leadership strategy and specifies the actions to be taken to retain, develop or acquire the leaders and the leadership skills required by the business strategy (Pasmore, 2014) . The leadership development strategy should cover the topics of the on-boarding process, individual development plans, individual and organizational assessments, required/core learning experiences, and elective learning opportunities (Pasmore, 2014) . A well thought-through leadership development strategy will return benefits at the individual, team, and organizational level (Pasmore, 2014) . The ALDS defines leader development as:
"…the deliberate, continuous, and progressive process -founded in Army valuesthat grows Soldiers and Army Civilians into competent, committed professional leaders of character. Leader development is achieved through the career-long synthesis of the training, education, and experiences acquired through opportunities in the institutional, operational, and self-development domains, supported by peer and developmental relationships." (Chandler, Odierno, & McHugh, 2013) The Mentoring and coaching were identified to be beneficial for all positions (Figure 12 ).
Mentoring was given slightly more importance for IPT leads, team leads/chiefs, and project engineers than APMs and SAMs. The converse was true for coaching, where respondents identified coaching as slightly more important for APMs and SAMs, than for IPT leads, team leads/chiefs, and project engineers. The respondents overwhelming recommended inclusion in a leadership development policy, and only two respondents identified them for exclusion. One comment emphasized the value of OPM training, "The APG community has developed two leadership programs with OPM focused on Senior (GS-14/15) and Emerging leaders (GS11-13)" (Anonymous, 2016 As one survey respondent stated his comment regarding Civilian Leader Development opportunities while quoting his PEO, "its up to the individual to avail themselves of those opportunities" (Anonymous, 2016) .
Discussions and Recommendations
Discussions
The processes and requirements for developing DA civilian program management acquisition leaders continues to be challenging. There are a number of disparate efforts by organizations with the requirement and responsibility to develop DA civilians based on laws, regulations, policies, directives, etc. These organizations actively work to develop civilian leaders.
Efforts should be made to develop a unified and detailed plan and roadmap to further develop the entry level and mid-grade level civilian program management acquisition leaders to fill the leadership pipeline.
The literature review demonstrated the complexity of the DoD and DA civilian development systems. The literature identified, and in some cases, quantified the benefits the private sector organizations gained through leadership development. Two benefits, higher employee retention, and higher productivity are readily transferable to the public sector.
The survey provided insight into the current policies, practices, and recommended improvements to the leader development process within the PEOs. Further investigation is warranted to better understand the details behind the survey results.
Recommendations
The following recommendations come from both the literature search and the leadership survey.
Recommendation 1
The first recommendation, because the civilian acquisition leadership development topic is large and important to the continued success of Army acquisition programs, is to continue developing an overarching unified civilian acquisition program management leadership development policy, program, and detailed roadmap for entry level and mid-grade level acquisition professionals.
Recommendation 2
The second recommendation is to revise the program management career model and certification requirements for levels I, II, and III by incorporating leadership development training with the acquisition career training. The intent of the recommendation is to ensure acquisition professionals have the prescribed CES leadership training, and the ALCP training in addition to the Defense Acquisition University (DAU) courses at the time of certification at level I, II, or III. 
Recommendation 5
Based on the survey for recommended leadership skills, for the five subject positions in the research study, a new leadership skills course or a couple shorter skills courses should be developed and required for the respective certification levels. Your candid honest answers will provide valuable input into improving future civilian entry level and mid-level program management leadership development training.
Thank you:
Thank you for your time, candor, and the integrity of your responses. Your responses will help identify improvements to the civilian entry level and mid-level program management leadership development training.
SURVEY CONSENT STATEMENT
1. I understand this survey is for academic purposes and all responses are anonymous. I have read the Informed Consent Statement and:
• I agree to participate.
• I prefer not to participate.
DEMOGRAPHIC & POSITION QUESTIONS
What is your position?
• Program Executive Officer Responses:
